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影响企业竞争力，以高管团队 ( T M T ) 为基础的决策方







高管团队的行为整合 (Behav iora l I nteg rat ion) 作为






比如 Simsek 和 Veiga[8] 从人口统计特征的视角发现，高
管团队中 C E O 的任职期限、团队任职时间、团队大小、
团队任职时间异质性、教育背景多样性、职能背景多样
性等对行为整合具有显著影响 ；E d m o n d s o n [9] 等从管理
层的权力分布结构预测团队的行为整合，认为当高管团
队的权力高度集中在 C E O 或其他人手中时，团队成员
更不愿意主动分享信息，影响团队的行为整合。然而，
























自 Hambrick 和 Mason 提出高层梯队理论以来 ，[2] 大
量研究聚焦于 TMT 与组织绩效的关系研究。TMT 要发挥
对组织绩效正向的影响作用，有效的团队过程举足轻重，
Hambrick 引入行为整合 (Behavioral Integration) 的概念来
表征综合的团队过程。行为整合主要是指团队成员集体














而 Li 和 Hambrick 则强调了高管团队的决策参与行为。[13] 我
国学者姚振华和孙海法则认为，中国情景下行为整合应该
包括决策参与、开放沟通和团队合作三个维度。[12]





























究（如霍夫斯泰德的文化分类研究  [15 ]）、组织文化研究
（如 D e n i s o n 的企业文化模型 [16 ]）以及组织背景下的
各种子文化研究（如 D a v e n p o r t 的信息文化研究 [17 ]）。
文化理论被用来广泛解释组织范围内的社会行为和结
果，[18 ] 包含组织有效性、[16 ] 组织绩效、[19] 公司战略、[20]
工作态度、[21] 并购结果、[22] 技术转移、[23] 产品创新中




关于合作行为，Goffee 和  Jones 认为合作文化下更
容易产生合作行为，他们定义了合作文化的两个方面，
社交性（S o c i a b i l i t y）和团结性 (S o l id a r i t y)。社交性衡
量团队真诚和友好的氛围。团结性衡量的是一个团队
中无论成员之间社会联系（S o c i a l T i e s）强弱，都能够
迅速有效地追求团队共同目标的文化。当一个组织中的
社交性和团结性很强的时候，更容易产生合作行为。[27 ]
O r l i kowsk i 从反面研究，认为一个组织中个体主义文化
越强，团队成员越不能产生合作。[28] 而在 C h a t m a n 和






集体决策与目前文献中的“ 共享领导”（Sh a r e d 
Leadership)、“分散领导”(Distr ibuted Leadership) 有相近
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富性和准确性。[38] 第五，在定性研究中选择配对案例 (Pairs 
of Cases) 和极端案例 (Polar Cases)，分析它们之间的差异
性和共同点非常有助于发现理论，[36] 尤其是关于成功和
失败的理论，[39] 结合本文的研究目的，本文将选择极端
案例 ( Pol a r C a s e s) 进行探讨，以求能更好地进行理论建
构。最后，鉴于本文的研究目的是构建高管团队行为整合
的文化支持因素，为了能更加深入、广泛开发理论，选用















环境能够满足构建理论的理论饱和度要求 ( T h e o r e t i c a l 






































刊网中关于该企业的分析文章、企业 B B S、百度贴吧和
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T h i n k）现象，避免团队同一，提高组织在高度动荡环













所以成员往往选择防御性沉默 [47 ] 或表面赞同。也很少
有成员敢于坚持自己的观点，敢于坚持的人往往被认为
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本文的研究是对高层梯队理论的丰富。自 H a mb r ick
















性探索了 T M T 行为整合，研究结果表明，在团队过程中
体现出以智识导向的价值准则和以和而不同的沟通准则
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A Culture Perspective on Behavioral Integration of Top 
Management Team
 Cheng Jin1, Bai Haiqing2
1.Management School, Xiamen University; 2.School of Journalism 
and Communication, Xiamen University
Abstract The behavioral integration of top management team (TMT) 
plays a vital role in improving the quality of decisions, thus it becomes 
very important to investigate behavioral integration of TMT deeply 
and systematically. Using the grounded theory method, this article 
obtains an influencing model of organizational culture on behavioral 
integration of TMT through three pairs of polar cases of three types of 
enterprises: foreign enterprises, private enterprises and state-owned 
enterprises. It indicates that the effective integration of TMT is driven 
by the value discipline of “wisdom orientation” and abides by the com-
munication principle “harmony without uniformity”. “Wisdom orien-
tation" is the value principle of the TMT members, it means that the 
TMT members admire the wisdom, pursue the truth and believe in the 
strength of the cognition. In "wisdom orientation" culture, TMT mem-
bers take it as granted that the first key point of the organizational de-
velopment is the TMT members could have a good understanding and 
judgment about the opportunities, threats, strengths and weaknesses 
faced by the organization and put forward the effective solutions to the 
situation of the organization, so the TMT members value the wisdom 
and willingly gain it. “Wisdom orientation” is measured by the dimen-
sions of respecting the talent, valuing the thinking and valuing the 
learning. "Harmony without uniformity" is the communication prin-
ciple of the TMT members. It means that TMT members welcome the 
different ideas and different perspectives to the organizational issues 
and give organization more selections and more solutions. Thus the 
TMT becomes the real intelligence pool and can create the very ac-
tive organizational outcomes together. “Harmony without uniformity” 
includes open communication, rational discussion and criticizing and 
persisting. “Wisdom orientation” and “harmony without uniformity” 
are connected with each other. “Harmony without uniformity” is 
driven by “wisdom orientation” and it is the approach to the “wisdom 
orientation”. Both of them push the TMT to a real integrated situation.
Key Words Top Management Team; Wisdom Orientation; Harmony 
without Uniformity
( 上接第 137 页）
⑧ 2011 年 7月13日淘宝网对卖家服务质量模块进行了升级，用







Are Online Auction Transaction Mechanisms Effective? 
Evidence from Panel Data in Taobao
 Wu Desheng1,2, Ren Xingyao2
1.China Academy of Corporate Governance, Nankai University; 
2.Business School, Nankai University
Abstract We investigate the roles and efficiency of trade mecha-
nisms in the dominant C2C marketplaces in China, Taobao.com. 
Established in 2003, Taobao has now become the largest online 
electronic marketplace in the world. Given that the laws related to 
online trade in China are not mature, the rapid development of Tao-
bao (including Tmall.com) is a business miracle. The key of Taobao’s 
success is that Taobao fully use private orders to support online trade. 
Reputation, third intermediaries and other governance mechanisms 
substitute law and function well in online trade. Except traditional 
feedback measures, such as reputation score and positive feedback 
ratio, Taobao developed detailed shop ratings (DSR), seller service 
quality (SSR), recent feedback, payment tools, consumer guarantee 
services and searching & ranking tools to support transaction. We 
collect large panel data sample from Taobao to test the role of these 
transaction mechanisms. We find that traditional feedback measures 
are still useful, while detailed shop ratings and seller service quality 
don’t have significant influence on sellers’ trade volume. Search & 
ranking tools do affect sellers’ sales and substitute each other. We 
give further explanation that high search cost exists in online market, 
consumers use search and ranking tools to search products, and rank-
ing by reputation score magnify the effect of reputation score. How-
ever, Taobao doesn’t provide tools of ranking by detailed shop ratings 
or seller service quality, so these two important mechanisms cannot 
work. Therefore, the role of reputation mechanism depends on search 
& ranking tools. In robust test, we use panel data regression and 
simultaneous equation model to address potential endogeneity. Our 
empirical results have important implication for Taobao—Taobao 
must improve its search and ranking system, add more search options 
for consumers, such as search & ranking by DSR, SSQ, recent feed-
back and add more weight to DSR and SSQ in its search algorithm. 
Key Words Online Auction; Trade Mechanism; Shopping Search; 
Ranking; Panel Data
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